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1.0 INTRODUCTION 
 
1.1 Industrial Disputes 
 
The Industrial Disputes Act, 1947 came into existence in April 1947.  It was 
enacted to make provisions for investigation and settlement of industrial 
disputes and for providing certain safeguards to the workers. Some of 
workplace relationships invariably involve conflict or disputes. Some of this 
dispute will be processed through the machinery or conciliation or arbitration 
and will be settled by Industrial Relations. What is a “trade dispute”? The 
definition of a trade dispute was contained in the Trade Dispute Act (1906):  
“any dispute between employers and workmen or between workmen 
and workmen, which is connected with the employment or non-
employment or the term of employment or with the conditions of 
labour of any person”.   
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However, the definition was changed during the 1970s and 1980s. There are 
three points emerge in respect of the changes made by the Employment Act 
(1982): 
1) The phrase between employers and workmen was replaced by 
between workers and their employer; 
2) The phrase between workmen and workmen was deleted; and 
3) The phrase is connected with was replaced by related wholly or 
mainly to. 
As a result, now the definition of trade dispute by the Industrial Relations Act 
as: 
“any disputes between an employer and his workers which is 
connected with the employment or non-employment or the terms of 
employment or the condition of work of any such worker”. 
Because of the dispute happened in industrial now, the differences between 
employees and their managers may remain unresolved despite industrial or 
other types of collective action. Still, different contrasts may happen inside the 
work environment that are not voiced or accommodated in a formal way. 
These may prompt non-appearance structure work or work turnover. 
According to Nzuve and Kiilu (2013) there are two types of industrial disputes 
which are Interest disputes and Rights or grievance disputes. Interest disputes 
identifies with the assurance of new compensation level and different states of 
employment while rights disputes identifies with translation and utilization of 
existing principles and normally include a labourer or gathering of specialists. 
Under the category of right disputes, the claim is made that the employees 
have not been treated as per the tenets, singular contracts of business, laws, 
and guidelines and according to aggregate understandings. Anyway solid the 
hidden connection between a supervisory crew and the workforce might be 
there is dependably a degree for mix-ups and misconstruing on the two sides. 
It is judicious, subsequently, to devise a settled upon procedure to be trailed by 
the gatherings if a dispute emerges (Cole, 2002). It is additionally important to 
create a steady atmosphere around social and mental needs all things 
considered and the board.  
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At the point when peaceful methods neglect to settle a dispute, the trade union 
may endeavor to constrain settlement by utilizing or threatening to 
increasingly aggressive methods. There are two sorts of industrial actions 
allowed by the law are pickets and strikes. Picketing is the most well-known 
type of industrial action made by labourers. The Industrial Relations Act 
(Section 40) enables labourers to go to at or close to their workplace when 
they have a trade dispute for the purpose of peacefully giving information to 
the public and other workers. However, during 1970s a minority of situations 
because associated with ‘mass picketing’ involving hundreds and thousands of 
people involving violence against those who sought to cross the picket line 
(Salamon, 2000). Despite the infrequency of such occurences the Conservative 
government felt that the right to picket should be restricted.  
Moreover, strikes happen when a gathering of labourers refuse to work until 
their employers acknowledge their demands. In a word, a strike is any 
stopping of work by a group of labourers including any endeavor to constrain 
or back off creation intentionally (Aminuddin, 2016). It is noteworthy that 
there are different types of industrial action which are incorporated under the 
above definition, the go-slow, attempt to administer and the prohibition on 
overtime. Specialists keep on working however these varieties of industrial 
action there is a decrease of yield and hence they thought about strikes.  
 
2.0 DISCUSSION 
 
2.1 Causes of Industrial Disputes 
 
According to Nzuve and Kiilu (2013) stated the disputes may additionally rise 
distinctive associations or inside the association, or among people, 
representatives and managers, association and their social and political 
conditions. At the point when industrial dispute emerges, the parties included 
generally try to pressurize each other to concur their terms (Nauta & Kluwer, 
2008). One of the causes why the industrial disputes happened is a grievance 
from an individual worker’s complaint. According to Aminuddin (2016) said 
when his union is willing to represent the worker can a grievance lead to a 
dispute. A dispute could be brought by a person who has a grievance and is 
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represented by his union and who has depleted the grievance procedures 
without getting a satisfactory outcome. Next, in light of the fact that a 
distinction of supposition between a union and an employer with regards to 
the suitable terms and states of administration for the specialists. At that point, 
the contrast of conclusion as the elucidation of an aggregate understanding or 
Industrial Court award and the non-execution of an agreement or award 
(Aminuddin, 2016). 
According to Nzuve and Kiilu (2013) stated the causes of employee 
grievances are poor leadership styles and relational relations, low pay or 
wages, poor working conditions, unbending organisation guidelines, and 
guidelines, low acknowledgment for work done, terms of employment, 
intimidation of workers and their representatives, long working hours and job 
insecurity. Therefore, this circumstance uncovers the economy sinking further 
into subsidence, millions of workers are on impermanent terms without 
benefits or job security at the lowest pay permitted by law every day. Unions 
are likewise feeble with transcendently stressed worker relations. This 
situation leads to industrial disputes in these ventures and a portion of the 
proposed arrangements by the respondents incorporate founding annual salary 
audits, bonus, and rewards dependent on performance and discipline, 
enhancing team work and clear communication particularly on issues affecting 
employees, having more labourers on permanent terms of employment. Others 
are acknowledgment and reinforcing of trade unions, improving wellbeing and 
security of employees inside the factories to comply with government 
standards and guidelines while contracts ought to be at least for three years 
with terminal benefits and overtime should be well compensated. 
These causes of industrial disputes include an autocratic managerial attitude 
and defective labour policies (Sunitha, 2017). Inefficient leadership is one of 
the causes of disputes. Leadership from the management and from the 
specialists is very uncouth to prompt the labourers to get them worked. The 
employer’s representatives are not delegated sufficient authority to negotiate 
with the workers. They are not in a position to commit anything to workers on 
behalf of the management. Defective management leadership overlooked the 
work issues and inefficient labour leadership couldn't organize the endeavors 
of their kindred individuals, so disputes arise. Moreover, the recruitment 
practices in industries are defective. Recruitment is commonly made by the 
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contractual workers who misuse the labourers and stifle their singularity. The 
defective promotion, downgrade, transfer and placement policies encourage 
disappointment among labourers. 
Additionally, lay-off and retrenchment are motivations to be referenced for 
empowering industrial disputes. For instance, Indian employers pursue the 
strategy of 'Hire and Fire'. As a matter of practice, workers are not made 
permanent for an entirely lengthy timespan to deny them of their legitimate 
rights. Then, failure on the part of the employer to perceive the trade unions or 
to perceive the rival union for representation, insult of trade union leaders by 
the employers are some of the examples of autocratic managerial attitude 
worth mentioning as the causes of industrial disputes. The attitude of 
employers towards the labour associations had never been thoughtful. They 
need to divide them and rule. Moreover, the management is commonly not 
willing to talk over the dispute with the labourers or workers' delegates or 
allude it to ' arbitration ' even when the workers are willing to do so.  
 
2.2 Effect/Consequences of Industrial Dispute 
 
In the industrial field, good industrial relations are important to guarantee 
industrial peace. Verma (2005) states that it is in light of a legitimate concern 
for all gatherings that great relations are kept up as when dispute arise or stay 
uncertain, there are repercussions for all. To the employer, an industrial 
dispute results in the stoppage of work, generation, an expansion in the normal 
expense of creation as fixed expenses are still acquired, fall in deals, turnover, 
and benefits temporarily. The employer may likewise be at risk to repay 
clients with whom there is an agreement for regular supply. According to 
Nzuve and Kiilu (2013) stated that the effect in industrial disputes endures the 
loss of prestige, credit, and alienation of the labour force. In outrageous cases, 
there might be a resultant loss due to demolition of property, personal injury, 
physical intimidation or inconvenience while an employee endures loss of 
income and psychological consequences of being idle and where the dispute 
isn't settled agreeably, loss of work. Continued stoppage of work will likewise 
adversely affect national profitability and income. 
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Additionally, the impact of the industrial disputes was economic loss because 
of conflicts since clashes may result in strikes and lockouts. This causes low 
or no production resulting in industrial loss. Industrial losses may cause 
depression on the grounds that numerous industries are interlinked. An issue 
in one industry may radically influence another industry. The lives of low 
level labourers become more terrible when they are out of work. They might 
be the main working members from the family, and their joblessness may lead 
everyone in the family to poverty. At the point when industrial conflicts 
escape hand, they become a threat to peace and security. Labourers may fall 
back on savagery and pamper in harm. 
According to Arputharaj and Gayatri (2014), the consequences of industrial 
disputes are many, but gave a brief general description of these as disturbance 
of economic, social and political life of a country, loss of output, decline in the 
demand for goods and services, lasting loss to the workers, increase in 
indebtedness, problem to consumers, loss to the management or employer, bad 
effect on labour relations and obstruction to economic growth. Ajewole (2014) 
argued that labour unrest has negative effects in achieving the goals of 
university education in Nigeria, namely, disruption of academic calendar, 
financial losses, economic retardation, drop out, brain drain and educational 
wastage. Ojo (2013) while discussing the implications of, Academic Staff 
Union of Polytechnics strike identified the lack of trust and confidence of the 
scholars in the government as the source of disputes which leads to delayed 
graduation, disposition to social vice, premature death of students involved in 
accidents and low academic performance. It is obvious from the reviews that, 
there seems to be little or no empirical literature on industrial disputes in the 
Colleges of Education (COEs). Thence, the need to address this literature gap. 
Lastly, the common consequences of industrial disputes are loss of production, 
salary, and work and increment in expansion and cost of living. On the other 
hand, industrial disputes harm the financial welfare of the country extensively 
in two different ways. Firstly, work-stoppages impoverish the workers actually 
involved with the disputes and, therefore, diminishes, demand for the goods 
manufactured by other industries. Secondly, if the industry under work-
stoppage fabricates items that are used in the conduct of other industries, it 
reduces the supply of raw materials for their fabrication. This ultimately 
results in loss of yield and, thusly, diminishes the national income. For 
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instance, the case a solitary strike gravely expenses to the country is all around 
affirmed by the Bombay Textile Workers strike in 1982. This was the longest 
strike in the world showed by Datta Samant on January 13, 1982 which went 
on for about 18 months. In this strike, more than 2.5 lakh workers of 60 textile 
mills in Bombay (presently Mumbai) were included. The strike brought about 
a wage loss of Rs. 300 crore to the workers and Rs. 200 crore loss to the mills, 
and cloth production worth about Rs. 2,000 crores were gravely hit. Out of the 
total man-days loss of 74.61 million because of the industrial disputes in 1982, 
41.40 million man-days were lost in this Bombay textile strike alone". All in 
all, the strike flopped pitiably and workers needed to endure a lot. In this way, 
the cost of industrial disputes to the country underlines the requirement for 
counteractive action or prevention and settlement of industrial disputes. The 
resulting segments manage the equivalent. 
 
3.0 CONCLUSION AND RECOMMENDATION  
 
The Industrial Dispute Act 1947 is the most elabourative part of legislation 
that governs the formation and conduct of industrial affairs. The Act confers a 
variety of powers on the Central Government and the Industrial Law board to 
monitor, regulates and controls the affairs of the Industries. The Industrial 
Disputes Act secures industrial peace and harmony by providing machinery 
and procedures for the investigation and settlement of industrial disputes by 
negotiations. All the Business and Industrial laws which has been constituted 
are for the protection of rights of employees solving disputed in harmonized 
way. It guarantees pleasant relations through monitoring of industrial relations 
in Central Sphere, intercession, intervention and appeasement in industrial 
disputes in order to achieve settlement of disputes, mediation in circumstances 
of undermined hits and lockouts with a view to avert the strikes and lockouts 
and execution of settlements and awards. 
Industrial Tribunals are independent legal bodies that hear and define claims 
to do with employment matters. These incorporate a scope of claims relating 
to unfair dismissal, breach of contract, wages/other payments, as well as 
discrimination on the grounds of sex, race, disability, sexual orientation, age, 
part time working or equal pay. The Central Government may, by notification 
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or warning in the Official Gazette, comprise at least one National Industrial 
Tribunals for the arbitration of industrial disputes which, in the sentiment of 
the Central Government, include inquiries of national significance or are of 
such a nature, that industrial establishments arranged in more than one State 
are probably going to be keen on, or influenced by, such dispute.  
Various studies show that labour laws are profoundly defensive of worker, and 
worker markets are relatively inflexible. These laws apply only to the 
organized sector. Subsequently, these laws have limited work versatility, have 
prompted capital-escalated strategies in the organized sector and adversely 
influenced the sector’s long-run demand for worker. Worker being a subject in 
the concurrent list, State-level work guidelines are likewise a vital determinant 
of industrial performance yet at the same time there are a few shortcomings of 
work legislation. First, the legislation permits a multiplicity of unions 
accordingly which makes an intense inter-union rivalry that produces a 
substantial number of industrial disputes. Second, the dispute resolution 
machinery has progressively failed to realize timely agreements and reduce 
the number of workdays lost because of work stoppages. Finally, there seems 
to be a need to urge parties to utilize collective bargaining, instead of depend 
on third party dispute resolution.  
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